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Abstract 
This study proposes that office environment affects organisational commitment and this relationship is moderated by extrinsic 
motivation. The conceptual model of this study was tested using 250 administration employees in two selected manufacturing 
organisations in Malaysia. To achieve the aim of this study, a quantitative research design method using survey questionnaires 
was used. The results show that there was a significant (.01) positive, and strong relationship between office environment and 
organisational commitment. The most influenced dimension of office environment for organisational commitment was 
workstation setting. However, extrinsic motivation failed to moderate the relationship between office environment and 
organisational commitment. 
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1. Introduction 
The most valuable asset in an organisation is its employees. Liou (2008) argues that the success of an 
organisation depends on employees’ commitment and participation. In addition, Liou argues that a high commitment 
environment improves employee retention rate, reduce operating costs and promotes employees’ performance and 
efficiency.  
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However, Hale (1998) stated that 58% of organisations claim that they are experiencing difficulties in retaining 
their employees. Therefore, it is critical for organisations to extrinsically reward their employees.  This is because 
highly satisfied employees will become affectively committed. In relation to that, Luchak and Gellatly (2007) 
emphasise that organisations struggle to develop committed employees because the belief that organisations with 
committed employees will achieve superior long term performance. This is supported by Tolentino (2013) who 
concurs that employees with strong organisational commitment will contribute to organisation performance. 
 
According to Meyer and Allen (1994) organisational commitment is a psychological state that characterises the 
employees’ relationships with the organisation. It is said that strong organisational commitment causes employees to 
work harder to achieve the objectives of the organisation (Allen & Meyer, 2004). In addition, Porter, Steers, 
Mowday, and Boulian, (1974) stresses that committed employees are considered loyal and productive. Meyer and 
Allen (1991) have proposed a theory that consists of three components of organisational commitment which are 
affective, continuance, and normative commitment. 
 
Studies also indicate a relationship between organisational commitment and job satisfaction (Slattery & 
Selvarajan, 2005), job performance (Tolentino, 2013), absenteeism and turnover (Robbins, 1996). In conclusion, 
organisational commitment is important to keep employees productivity and efficiency in a high degree of level. 
Additionally, without commitment from employees, the the organisation will face physical and physiological 
withdrawal behaviour that can cause losses in profit and lack of human resources. 
 
2. Literature Review 
 
Organisational commitment refers as an attitude which reflects feelings such as attachment, identification, and 
loyalty to the organisation (Morrow, 1993). In addition, organisational commitment can be defined as an attitude 
whereby employees and organisation goals are similar. Meyer and Allen (1997) stated that organisational 
commitment is a psychological state that characterises the employees’ relationship with the organisation and 
implication for the decision to continue membership in the organisation. Northcraft and Neale (1996), refers to 
commitment as an attitude reflecting an employee’s loyalty to the organisation and an ongoing process through 
which organisation members express their concern and commitment for the organisation. According to Irvan, 
Armanu, Achmad, and Noermijati (2013), the creation of high commitment among employees can lead to a 
professional work situation. Apart from that, office environment also affect employees well-being, performance, 
and organisational commitment (Kamarulzaman, Saleh, Hashim, and Abdul-Ghani, 2011; Morrow, Elroy & 
Scheibe, 2012). It is believed that employees who are highly satisfied toward physical environment are more likely 
to produce a better work outcome. Hence, it is important for employees to feel comfortable with their office 
environment in order to achieve high commitment toward their organisation. Previous studies have consistently 
demonstrated that office environment have significant effect on behaviour, perceptions, productivity, and 
organisational commitment of employees. 
 
2.1 Organisational Commitment 
 
Robbins (2005) defines organisational commitment as the degree to which an employee identifies its goals and 
wishes to maintain membership in the organisation. According to Moorman, Niehoft, and Organ (1993), an 
organisation with a committed work force may be better positioned than its competitors to meet the challenges 
posed by a dynamic marketplace. Meyer and Allen (1991) proposed theory of organisational commitment which 
comprise of affective, continuance, and normative commitment. Affective commitment is an emotional attachment 
to the organization such as sense of belonging. Meanwhile continuance commitment is characterised by a more 
rational analysis of the cost of staying versus leaving the organisation. On the other hand, normative commitment is 
a sense of moral obligation to stay with the organisation such as loyalty. With emphasis to organisational 
commitment, employees need to feel a sense of belonging in order to find meaning in their work. The more 
employees discover links between personal ideals, a meaningful organisational mission or intention, and social 
values, the greater their commitment to their organisational goals. Accordingly, Michalic (2008) identified 
166   Suhaiel Amdan et al. /  Procedia Economics and Finance  37 ( 2016 )  164 – 169 
organisational commitment as a sense of belonging, and is associated with confidence and accepting the objectives 
and values of the organisation which is accompanied by the employees’ willingness and commitment to the 
organisation. According to Yao, Huang and Fan (2008), employees who experiences positive emotion will mostly 
bring a better psychological feeling in an organisation, be more satisfied, and thus, work better which in turn will 
stay longer in the organisation. 
 
2.2 Office Environment 
 
Employees’ who are more satisfied with their physical office environment are more likely to be productive and 
produce better work outcomes. (Dole & Schroeder, 2011). In addition, employees’ satisfaction with their office 
environment is one of the key indicator of performace and success of an organization (Kamarulzaman et. al., 2011). 
This is because higher level of satisfaction improves employees’ morale and reduces employee’s turnover intention. 
Researchers also found that work environment influence job satisfaction, organisational commitment, and turnover 
intention. In additon, Fouche (2006) posited that organizations need to seek development for employees’ skills 
within the office environment. The office environment may motivate trainees to transfer their skills to the job, and 
may discouraged trainees to transfer what they learned (Tannenbaum & Yukl, 1992). According to Leblebici (2012), 
office environment plays a crucial role in determining whether employees accept or keep the jobs. In addition, 
Leblebici stresses that employees who are working under poor conditions may end up with low performance and 
face occupational health problems causing high absenteeism and turnover. In addition, poor office design provide 
problems for employess as they find their  tasks harder to complete effectively. Similarly, Charles, Danforth, Veitch, 
Zwierzchowski, Johnson, and Pero (2004) believed that office layouts will influence employees’ satisfaction, 
attitude, behaviour and commitment. Consistently, empirical findinsg show that work environment is critical in 
shaping occupational attitudes of job stress, job satisfaction, and organisational commitment (Lambert & Paoline, 
2008). Apart from that, Hogan, Lambert, and Griffin (2013) revealed that workplace factors as important in 
explaining staff organisational commitment. Poor workplace conditions such as physical efforts, environmental 
conditions, and hazards have resulted in decreasing employees’ performance which can distract employees from 
concentrating on tasks, showing creativity, and solving work problems. Hence, it is reasonable to state that office 
environment is significantly related to the commitment of employees. 
 
2.3 Extrinsic Motivation 
 
Luthans (1998) refers motivation as the management process of influencing behaviour based on the knowledge 
of what makes people tick. Motivation can be divided into two forms which is intrinsic and extrinsic motivation 
(Ryan & Deci, 2000). Intrinsic motivation refers to the degree whereby employees is motivated to perform well 
because of some subjective rewards or feelings that they expect to receive or experience as a result of performing 
well (Lawler, 1969). Meanwhile, extrinsic motivation refers to  the motivation to work primarily in response to 
something apart from the work itself, such as reward, recognition, and benefits (Amabile, Hill, Hennessey & Tighe, 
1994). Working motivation is a set of internal and external forces that initiate work-related behaviours and 
determine the form, directions, intensity, and duration (Pinder, 1998). Likewise, Mowday, Steers and Porter (1979) 
stated that motivation functions as an important predictor of organisation commitment. In addition, both intrinsic 
and extrinsic motivation were among the most important motivating factors for employees (Wong, Siu & Trang, 
1999). Hence, they would both enhance the employees motivation  leading to greater organisational commitment. 
 
2.4 Office Environment and Organisational Commitment 
 
Work environment affects employees’ decision to stay with the organization. Hence, it is very important to 
recognise the needs of employees,’ so that they become committed (Ramlall, 2003). Milory (2004) reported that 
employees’ enjoy working in an organisation that provide a positive working environment. In addition, Morrow, 
McElroy, and Scheibe (2012) suggest that changes in office design can influence employees’ commitment. A study 
conducted by Schneider (2007) also indicated that a better designed office environment increases organisational 
productivity by 21 percent on average. On the other hand, Danielsson and Bodin (2012) suggested that office design 
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should support psychological functional needs related to the work carried out. Walker, and Boyne (2005) found that 
satisfied employees will become committed when they perceive their organisation as offering them opportunities to 
learn and grow. Similarly, Schneider (2000) stated that specific changes in office design can affect employees’ 
attitudes and organisational commitment. Thus, organisational leaders need to find ways to respond to the new 
realities in the workplace so that work continues to be meaningful for employees, as this would also increase 
employees’ organisational commitment. 
 
3. Research Questions 
 
1. Is there any significant relationship between Office Environment and Organisational Commitment? 
2. Which dimension of Office Environment mostly influenced Organisational Commitment?  
3. Does Extrinsic Motivation moderates the relationship between Office Environment and Organisational 
Commitment? 
 
4. Methodology 
 
This study used a survey research design using quantitative method. Data were collected using survey 
questionnaires distributed to administrative staff at two selected manufacturing organizations. A total of 250 
employees from these two organisations were taken as the sample size. Respondents were given three weeks to 
complete the questionnaire. The questionnaire consists of 31 questions (including demographic items). 
 
5. Results 
 
5.1. Sample Description 
 
Respondents of this study consisted of administrative staff from two manufacturing organizations. Data 
indicated that majority of the respondents were female (63.2%) and 36.8% were male. In addition, most of the 
respondents were married (60.4%) while 39.6% were single. With regards to the respondents’ level of education, 
51.6% of the respondents possess a Diploma qualification, followed by Bachelors Degree (45.2%). All of the 
respondents were permanent staff. Likewise, 55.6% of the respondents worked for less than 5 years, while 28.8% 
worked for 6 to 10 years and 15.6% worked for more than 10 years. Most of the respondents (49.6%) were from the 
age group of 26 to 35 years while only 10.4% of them were in the age group of 46 to 55 years old. 
5.2 Correlation between Variables 
 
This section discusses the findings on the correlation between office environment and organisational 
commitment. Table 1 shows, the interpretation of the correlation coefficients. 
 
Table I: Designation Of Strength Of Association Based On Size Of Correlation Coefficients 
 
 
 
 
 
 
 
 
5.3 Correlation between Office Environment and Organizational Commitment 
 
Results displayed in Table 2 shows that the correlation between all the components of office environment were 
significant (p < .01), positive, and strongly correlated to organisational commitment. Workstation setting were 
mostly correlated with organisational commitment (r = .492; p < .01). These coefficients show that an improvement 
in office environment is associated with an improvement in the administrative staff‘s organisational commitment. 
 Strength of Association Positive Negative 
    
 No Relationship 0.01 till 0.19 -0.01 till -0.19 
 Weak 0.20 till 0.29 -0.20 till -0.29 
 Moderate 0.30 till 0.39 -0.30 till -0.39 
 Strong 0.40 till 0.69 -0.40 till -0.69 
 Very Strong 0.70 and above -0.70 and above 
    
                  Source: Pearson’s (2010).   
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                Table 2: Correlation Coefficients Between The Two Dimensions Of Office Environment And Organizational Commitment  
Dimensions of Office Environment Pearson Correlation Coefficient (r)  
   
Office Design .480**  
Workstation Setting .492**  
Overall Office Environment .571** ** Significant at .01 
 
 
 
5.4 Multiple Regression Analysis for Office Environment 
 
A regression analysis was conducted to identify which office environment dimension mostly influenced 
organisational commitment. Results in Table 3 indicated the Beta (β) value of office design were 0.325 while 
workstation setting 0.348. This shows that workstation setting of the office environment dimension mostly 
influenced organisational commitment. 
 
 Table 3: Multiple Regression Analysis For Office Environment  
  Unstandardized Coefficients  Standardized Coefficients t Sig. Mean  
  B Std. Error Beta    
 
Office Design .359 .064 .325 5.582 .000 4.357   
 Workstation Setting .411 0.69 .348 5.967 .000 4.303 
        
 
5.5 Hierarchical Regression for Office Environment, Organisational Commitment and Extrinsic Motivation 
 
Results in Table 4 indicate that the r square change for model 3 is .004. This shows that extrinsic motivation failed 
to moderate the relationship between office environment and organisational commitment. 
 
            Table 4: Hierarchical Regression Analysis For Office Environment 
 Variables Model 1 Model 2 Model 3    Variables Model 1  Model 2  Model 3 
 
              
 
 Independent Variables             
 
            
 Office Design .325 .212 -.574    R Square .327  .501  .505 
 
 
Workstation Setting 
      
R Square Change 
   
 .348 .323 .199    .327  .174  .004 
 
 Moderator       F Change 60.015  85.717  1.100 
 
 
Extrinsic Motivation 
      
Sig. of F Change 
   
  .460 -.345    .000  .000  .335 
 
 Interaction Terms       F 60.015  82.305  49.863 
 
 
Office Design*Extrinsic 
  
1.290 
   
Sig .000 
 
.000 
 
.000 
 
        
 
 Motivation             
 
 
Workstation 
Setting*Extrinsic   .048    Durbin Watson     2.001 
 
 Motivation             
 
 
6. Discussion and Conclusion 
 
This study provides an understanding on how office environment can be used to increase organisational 
commitment among employees. Analysis of the data shows that office environment has an impact on organisational 
commitment of employees. The results of this study shows that, there is a significant, strong, and positive 
relationship between office environment and organisational commitment. This shows that office environment 
contributes for employees’ organisational commitment. This is attitudes of job stress, job satisfaction, and 
organisational commitment. The strong correlation between office environment and organisational commitment also 
means that if organization provides a good and pleasant office environment for their employees, they will be more 
committed to the organisation, which is also supported by Yao et. al., (2008) and Leblebici (2012). The results of 
this study indicates that office environment mostly influence organisational commitment. This result is also similar 
with Brennan, Chugh, and Kline (2002). On the other hand, the findings of this study shows that extrinsic 
motivation does not moderate between office environment and organisational commitment which is consistent with 
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Fisk and Anna (2013) study. This indicated that organisations need to provide more extrinsic motivation to the 
employees. Additionally, a comfortable office environment is important to enable employees to focus and do their 
job perfectly.  In short, the results of this study indicate that elements in the work environment and motivation is 
critical for employees’ organisational commitment.  Hence, organisations must work to increase employees’ 
commitment and motivation if they want their organization to excel. 
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